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Abstract: The purpose of this study was to investigate the effect of human resource 
practices on burn-out and the mediating role of perceived organizational justice. 
Data was collected through questionnaires from the employees of six different 
firms. In order to test the hypothesis, correlation and regression analysis were 
conducted. The results of the research clearly show that there are significant 
relationships between human resource practices burn-out and perceived 
organizational justice. Besides, perceived organizational justice has a partial 
mediating role at the effect of human resource practices on burn-out. 
Consequently, this research will contribute greatly to the literature and 
administrators in terms of perceived organizational justice and effective practises of 
human resources that diminish burn-out. 




Due to changes and developments in information and communication technology, 
businesses have begun to stain to compete. In this period, the importance of human 
resources in achieving a competitive advantage began to be understood by managers and 
researches.   Within the framework of these dynamic changes, human resource policies 
and practices implemented by enterprises in order to achieve competitive advantage can 
be an important input, which would allow for better health of employees in the physical 
and mental aspects that are considered a strategic resource. At the same time, human 
resources policies and practices are contributing to effective and efficient work of 
employees.  Employees who are not satisfied in terms of meeting the demands and 
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expectations of their business will feel negatively towards the business. For this reason, 
the physical and mental health of employees will deteriorate. Therefore, if human 
resource practices are applied correctly, they have the power to increase employees’ 
sense of justice and reduce the feeling of burnout of employees.  
2. Burnout  
Maslach and Jackson defined the concept of burnout as emotional exhaustion and 
cynicism that are seen frequently in business. Job burnout is a syndrome that includes 
emotional distress, depersonalization and reduced sense of personal acceptance 
[Lambert, 2010]. Leiter and Maslach (2005) explain the basic features of burnout as 
follows:  
 Burnout is a waste of energy: Person feels constantly tired, stressed and 
overwhelmed.  
 Burnout is the loss of enthusiasm: Previous ideals of individual are lost and then 
replaced by cynicism.  
 Burnout is lost confidence: Person who feels self-inefficient perceives himself/herself 
as worthless.  
Emotional exhaustion arises as a result of extreme psychological and emotional demands 
of work life [Rutherford et. All, 2001] and is described as a feeling of tiredness, lack of 
energy, and generally negative and inactive emotion [Rogelberg, 2007]. Because 
emotional exhaustion can result in cynicism toward one’s work and colleagues and low 
efficacy levels, it is accepted to be the most important element of job burnout [Leiter et al. 
1998, Leiter & Maslach 2004, Laschinger et al.].  Another dimension of burnout is 
depersonalization. This term focuses on negative behavior or feelings towards others 
[Vladut & Kallay, 2011]. Reduced personal accomplishment, the last dimension of 
burnout, refers to an individual’s feeling of inefficacy about doing his/her job well [Kutcher 
et. Al, 2010].  Quality of life is very closely linked with an individual’s working life, and it 
has been suggested that it should also be evaluated in studies of occupational health 
[Soler et all. 2013]. The consequences can include: diminished job performance, desire to 
leave a job, absenteeism, marital and familial disharmony, diminished self-esteem, 
difficulties in concentration, social isolation, adverse physical symptoms (sleep disorders, 
headache, and so on), alcohol and drug abuse, and psychological disorders (such as anger, 
depression, anxiety, and apathy) (Kuruüzüm vd, 2008: 189-190). 
2.1. Organizational justice 
The model of organizational justice focuses on personnel’s perceived level of fairness in 
the workplace [Loerbroks vs., 2014]. Thibaut and Walker suggest two types of 
organizational justice: distribution and procedural justice. Distribution justice arises when 
the outputs are distributed to the parties according to their level of participation or inputs 
that cause strife between the parties [Thibaut & Walker, 1977]. Later research focused on 
procedural justice that is concerned with decision outcomes. Procedural justice is 
stimulated through voice during a decision making process or influence over the outcome 
or by loyalty to fairness criteria in the process, such as consistency, lack of bias, 
representation, or accuracy [Colquitt, 2001, p: 386]. Procedural justice is very important 
for organizations, because members of organization who believe that processes in the 
organization are unfair are likely to be dissatisfied with rewards, even if they are beneficial 
to the members [Kim et al, 2012]. Bies expressed that people felt fairly treated when they 




had the opportunity to present themselves to the interviewers, while people felt unfairly 
treated in the opposite case. Different from procedural justice, they also pointed out 
interactional considerations such as perceived reassuring of the interviewer’s 
communication and respectful treatment [Bies and Shapiro, 1987]. Moreover, some 
researchers accept that there are two types of organizational justice (procedural and 
distributive justice) while other research accept three types of organizational justice 
(including interactional justice) or even four types of organizational justice (detaching 
interactional justice into interpersonal and informational justice) [Cole et al, 2010]. 
İnteractional justice focuses on how employees are treated, especially by the supervisors 
(e.g., politely, with dignity or reassuring) [Loerbroks et al., 2014]. Thus interactional justice 
requires managers’ dignity and the respectful explanation to employees the reasons 
behind decision making [Bowen&Ostroff, 2004].  Table-1 summarizes components of 
organizational justice. 





appropriateness of allocation 
process 
INTERACİTONAL JUSTİCE: 
appropriateness of behavior of 
superiors 
 Reward distribution is 
made to the extent of the 
employee’s contribution 
 Equal pay for equal work 
 Meeting individual needs 
 Consistency: equal treatment of 
all staff 
 Lack of bias: don’t discriminate 
between all staff 
 Accuracy: decisions based on 
current information 
 Representation of all 
stakeholders 
 Correction: Processes or 
mechanisms for error correction 
 Ethics: ethical norms are not 
violated 
 Interpersonal justice: treating an 
employee with politeness, courtesy 
and respect 
 Informational justice: sharing 
relevant information with employees 
Source: Cropanzano et. Al, 2007 
An employee’s capacity to shape their work experience is closely associated with their 
perceptions of organizational justice. When they are treated fairly, employees can make 
reasonable assessments when interacting with organizational procedures. Both control 
and fairness can affect an employee’s capacity to cope with struggles in the workplace 
[Leiter et. Al 2010].    For example, violation of a psychological contract can cause many 
negative work outcomes such as intent to leave the job, high turnover rate, absenteeism 
and burnout [Taris et. All, 2004]. Many researches who studied the effect of organizational 
justice on health accept organizational injustice as the most important stress factor 
[Robins et. Al, 2011].   Liljegren and Ekberg [2008] concluded that a positive correlation 
exists between organizational justice, better self-rated health, and lower rates of burnout. 
Bowen and Ostroff [2004] argue that the perceived fairness of HRM affects how positively 
HRM activity is viewed and the capability of the HRM system to influence employee 
attitudes and behaviors. Despite this fact, the role of management in creating workplace 
(in)justice, which in turn influences burnout syndrome, has been neglected [Frenkel et. Al, 
2012].   
2.2. Human resource practices on burnout 




Table-2: Causes and Consequences of Employee Burnout 
Causes Psychological reactions Consequence 
Organizational conditions 
 Lack of rewards 
 Lack of initiative 
 Lack of clarification 
 Lack of organizational support  
Emotional exhaustion  
Depersonalization 
Low personal accomplishment 
Withdrawal  
Interpersonal controversy  
Low performance 
Family problems 
Health problems  
Personal conditions 
 Unrealistic expectations  
 Personal responsibility 
Source: Jackson& Schuler 1983 
Although there are different aspects of social environment factors in work life, the most 
important issue is the power dynamic between workers and employers. In workplaces 
where more management structures are more authoritarian, employees will participate 
less in decision-making processes. As a result, employees will be exposed to less favorable 
work policies, practices or behavioral norms [Cheng & Chen, 2014].  As shown in Table 2, 
some organizational conditions can trigger employee burnout. At the same time, several 
personal characteristics increase the impact of organizational factors. Organizations can 
develop a variety of strategies to prevent employee burnout, especially by modifying 
conditions that cause burnout. For example, supervisors could be trained to provide more 
contingent (based on performance) rewards to employees, or to redesign the structure of 
the organization to enable employees to have the right of initiative [Jackson & Schuler 
1983].  Also “role conflict” had high mean score in most of survey. A person who receives 
conflicting information about how he or she is expected to behave may feel a role conflict. 
This uncertainty makes it difficult to define what correct behavior is.   The solution is 
clarification. In other words, job descriptions should be defined clearly and specifically 
[Lee & Akthar, 2007].  
3. Methodology 
3.1. Research Aim 
The aim of this study is to explore the relationship between human resource practices and 
burn-out to reveal the mediating role of organizational justice. We develop several 
hypotheses regarding the relationship among human resource practices, burn-out and 
organizational justice. We test our hypotheses with correlation and regression analysis, 
using data collected from 231 employees working for different firms. Research hypotheses 
are as following; 
H1: Human resource practices have an impact on burn-out. 
H2: Human resource practices have an impact on organizational justice. 
H3: Organizational justice has an impact on burn-out. 
H4: Organizational justice has a mediating role in the impact of human resource 
practices on burn-out. 
3.2. Research Model 
In accordance with the aim of exploring the mediating role of organizational justice and 
the effect of human resource practices on burn-out, the research model that has been 
developed is shown in Figure-1. 
 












Figure 1: The hypothesized proposed model 
 3.3. Sample and Data Collection 
The population of the current study consists of 231 employees working for 6 different 
firms in Kayseri, Turkey. Although the survey aimed to reach 384, only 231 returned the 
usable questionnaires (245 returned questionnaires, but 14 questionnaires are not 
included due to missing answers).  
3.4. Measures 
To be able to investigate the relationship between human resource practices, burn-out, 
and the mediating role of organizational justice, a survey was developed and conducted. 
The questionnaire consists of two parts: (a) the first part was related to the human 
resource practices, burn-out and organizational justice (b) the second part was related to 
the demographics of the respondents. The first part has 58 statements on a five-point 
Likert type ordinal scale (1=strongly disagree and 5=strongly agree). The questionnaire was 
applied through face to face interviews and the drop-collect survey. To measure human 
resource practices, we used a 16-item scale developed by Christopher J. Collinsand and 
Ken G.Smith (2006). Organizational justice was measured using a 20-item scale developed 
by Niehoff and Moorman (1993). Burn-out was measured using a 22-item scale with 
Maslach Burn-out Inventory.  
4. Analyses and Results 
4.1. Characteristics of the Respondents  
Demographic characteristics of employee’ are shown Table -3 
Table-3: Characteristics of the respondents 
 Educational Level n % 
Primary 20 8,7 
Secondary 61 26,4 
Associate and Bachelor’s University Degrees 144 62,3 
Master’s and Doctorate Degrees 6 2,6 
TOTAL 231 100 
 Age n % 
20-25 137 59,4 
26-30 54 23,4 
31-35 25 10,8 
36-40 7 3,0 
41-45 7 3,0 
46 + 1 ,4 
TOTAL 231 100 
Gender n % 
Female 102 44,2 










         TOTAL 231 100 
4.2. Reliability of Scales  
The reliability analysis was carried out before testing the research hypothesis. Scale 
reliability was determined by the method of internal consistency. “Alpha coefficient” is the 
implementation of the internal consistency method. The 16-item human resource 
practices scale had the reliability of 0,867. The 20-item organizational justice scale had a 
reliability of 0,846 and the 22-item burn-out scale had a reliability of 0,840 (Table-4).  
 
Table-4: Reliability of scales 
Scales adapted from Cronbach α of this study 
Human Resource Practices 0,867 
Organizational Justice 0,846 
Burn-Out 0,840 
 
4.3. Mean, Standard Deviations and Correlation value of Research Variables  
Mean, standard deviation and correlation coefficients were computed for each of the 
variables (Human Resource Practices, Burn-Out and Organizational Justice). These 
descriptive statistics are included in Table-5. 
Table-5: Mean, standard deviation and correlation value of variables 
Variables Mean Standard 
Deviations 
1 2 3 
Human Resource Practices 3,06 ,639 1   
Burn-Out 2,72 ,546 -,492
**
 1  





In order to determine the relationships between variables, correlation analysis was 
conducted. The correlation analysis results show that a positive correlation between 
human resource practices and organizational justice, a negative correlation between 
human resource practices and burn-out and a negative correlation between burn-out and 
organizational justice were found significant at the 0.01 significance level. 
4.4. Regression Analysis 
In order to test our hypotheses, regression analysis was conducted. Regression analysis, a 
statistical tool for the investigation of relationships between variables, is used to test the 
relationships between a dependent variable and one or more independent variable. 
(Nakip, 2003: 227-247).  
 
Table-6: Results of Regression Analysis For the Hypothesis 
Variables  Beta T Sig. R R
2
 F Sig.f Result 
H1: Human resource practices has an impact on burn-out 
Constant 4,007 13,815 ,000      
Human resource 
practices 
-,421 -8,555 ,000      
    ,429 ,242 73,195 ,000 Accepted 
Regression Model Y= 4,007 - ,421 (Human Resource Practices) 
H2: Human resource practices have an impact on organizational justice. 
Constant 2,299 13,815 ,000      
Human resource 
practices 
,336 6,311 ,000      




    ,385 ,148 39,825 ,000 Accepted 
Regression Model Y=2,299 + ,336 (Human Resource Practices) 
H3: Organizational justice has an impact on burn-out. 
Constant 4,782 28,238 ,000      
Organizational Justice -,621 -12,362 ,000      
    ,633 ,400 152,855 ,000 Accepted 
Regression Model Y= 4,782 - 621 (Organizational Justice) 
Firstly, our hypotheses were tested in terms of statistical validity and significance. Anova 
analysis results show that the F value for the first model was 73,195, for the second model 
it was 39,825, and for the third model the value was 152,855. The significance value for all 
models was 0,000. The models proved to be significant and the hypothesis valid because 
the F value measuring the validity of the hypothesis was higher than ±1,96 and P 
measuring the significance of the hypothesis was lower than 0,05. 
After analyzing the significance and validity of the hypotheses for the three models, 
regression coefficients R, showing relationships between independent variables and the 
dependent variable and adjusted R2, explaining the change of the independent variables 
on the dependent variables were investigate. The results of regression are shown in Table 
4. The first stage model was statistically significant and the adjusted R2 of the model was 
0,242, which explains about %24 of the model. The second and third models were 
statistically significant. The adjusted R2 of the second model was 0,148, which explains 
about %14 of the model. The adjusted R2 of the third model was 0,400, explaining %40 of 
the model. In this case, it is possible to state that for three models there was an 
intermediate level of relationship between the independent variables and dependent 
variables. Since R is expected to have a value between 0 and 1, it is estimated that there 
was a strong relationship when the R value is close to “1” and a weak relationship when 
the R value is close to “0”. On the other hand, our research results of the validity of the 
hypothesis indicated that there was a relationship between independent variables and 
dependent variables according to Beta coefficients for three hypotheses. Therefore, 
hypotheses H1, H2 and H3 are accepted. 
Multiple (Four-stage) regression analysis was conducted to explain the effect of human 
resource practices on burn-out and the mediating of organizational justice, proposed by 
Baron and Kenny (1986). According to this method, to establish mediation, the following 
conditions are required (Baron & Kenny 1986: 1173-1182):  
1- The independent variable must have an effect on the mediator variable.  
2- The independent variable must have an effect on the dependent variable 
3- The mediator variable must have an effect on the dependent variable 
4- When the mediator variable, whose effect was controlled, and the independent 
variable were included in the regression analysis, the regression coefficient (Beta value) of 
the independent variable on the dependent variable must decrease compared to the first 
equation and the mediator variable (organizational justice) must have a significant effect 
on the dependent variable (burn-out). The first three requirements were accomplished by 
the former regression analysis. In order to see if the fourth condition is met, multiple 
regression analysis was conducted for burn-out as the dependent variable, while human 
resource practices and organizational justice were independent variables. The results of 
regression are shown in Table-7. 
Table-7: Results of Regression Analysis for the Hypothesis 
Variables Beta t Sig. R R
2 
F Sig.F Result 
H4: Organizational justice has a mediating role in the impact of human resource practices on burn-out. 
 44 
Constant 5,180 29,725 ,000      
Human resource practices -,250 -,5,603 ,000      
Organizational justice -,758 -,9,987 ,000      
    ,688 ,473 102,247 ,000 Accepted 
Regression model Y= 5,180 - ,250 (Human Resource Practices) - 510 (Organizational Justice)  
Firstly, hypotheses were tested in terms of statistical validity and significance through 
ANOVA analysis. As a result, F value was 102,247 and the significance value p was 0,000. 
The hypothesis was statistically significant and valid because the F value measuring the 
validity of the hypothesis was higher than ±1,96 and P measuring the significance of the 
hypothesis was lower than 0,05. After analyzing the significance and validity of hypotheses 
for the model, regression coefficients R, showing relationships between independent 
variables and the dependent variable and adjusted R2, explaining the change of the 
independent variables on the dependent variables, were investigated. The results of 
regression are shown in Table 5. The R value was calculated as 0,688 and adjusted R2 was 
calculated as 0,473 for our hypothesis. Thus, it is possible to state that there was an 
intermediate level of relationship between the independent variables and the dependent 
variables, because R was expected to have a value ranging from 0 to 1. Also, it is supposed 
that there exists a strong relationship when the R value is close to “1” and a weak 
relationship when it is close to “0”. Regression coefficient (Beta value) was examined 
between the independent variable (human resource practices) and the dependent 
variable (burn-out) of H1 and H4 hypothesis to investigate the effect of mediator variable. 
Accordingly, beta confidence of H4 (-,250) was found to be lower than the beta coefficient 
of H1  (-,421). As a result, it is possible to state that organizational justice has a partial-
mediating role in the relationship between human resource practices and burn-out. 
Conclusion 
Human resource practices are important variables in achieving business objectives and 
allowing employees to contribute to the business. In this study, the effect of human 
resource practices on burn-out and the mediating role of perceived organizational justice 
were investigated. As a result of our regression analysis, it is determined that human 
resource practices have a positive effect on organizational justice and a negative effect on 
employee burnout.  These results support previous empirical studies. In addition, it has 
been determined that organizational justice has a partial mediating role in the relationship 
between human resource practices and burnout.   In this respect, it is expected that this 
study will contribute to the literature. However due to the difficulties of sampling and data 
collection (as is the case in all social research), the sample group selected from a particular 
region shows constraints of our study.   Because of these constraints, it is recommended 
that further studies be done to test new groups using different mediating variables (e.g. 
organizational affiliation, work engagement, perceived organizational support, 
organizational commitment, etc.). 
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